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ABSTRACT

The aim of this research is to determine the factors that influence the motivation of employees
in the Irish hotel industry with focus on luxury hotels (4-star and 5-star) in County Kilkenny.
The research followed a quantitative (descriptive) method. A total of 168 hotel employees
completed the online questionnaire used to collect data for the study. The data obtained was
analysed using the statistical package for social science version 23 software. Factor analysis
was employed to satisfy the research objectives. The study showed that four motivational
dimensions of “responsibility and being appreciated”, “immaterial incentives”, “social
opportunities” and “teamwork” have a significant influence (p<.05) on employee motivation
with “responsibility and being appreciated” emerging as the motivational dimension that has
the highest influence on employee motivation while “teamwork” has the least influence. The
study also revealed that company policy, employee empowerment, job training, job security,
pay (monetary incentives) and opportunities for career development are further factors that
influence employee motivation in Irish hotel industry. Finally, the research revealed that
“teamwork” is the motivational dimension that influence female employees the most while

“social opportunities” influence male employee the most.

In order to motivate employees, their needs should be evaluated regularly by hotel managers
with respect to what motivate them because these needs vary by person, job or individual
situation. Employees that are motivated put in their best at work to achieve organizational goals
and objectives (Daft & Marcic, 2014). The findings from this study can be incorporated by

hotel managers and management teams into the day to day operation of the hotel.
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CHAPTER ONE
INTRODUCTION

This research work seeks to determine the factors that influence the motivation of employees
in Ireland’s hotel industry with a focus on luxury hotels (4-star & 5-star) in County Kilkenny.
Kilkenny is a popular tourist destination located in the south-east region. Data from Failte
Ireland, the Irish National Tourism agency, shows that tourists represents a significant
percentage of guests that lodge in hotels with over 600,000 visitors in 2017 generating about
€100 in revenue. The annual occupancy rate according to Revpar metrics is 73% in 2018 and
this increase to 77% in 2019. This industry is obviously a key economic driver in this county
playing vital role in job creation, supporting small and medium businesses in the community,
etc and it is important that they continue to grow. Happy employee makes for happy guests
which translates to the growth of the industry (Farah, et al., 2014). This is key in choosing this
county for this research as the results would be useful in improving organizational motivational
tools in the workplace. The researcher also considered other reasons such as the availability

and accessibility of data for the research as the county is in close proximity to the researcher.

The hotel industry has become a highly competitive one with customers demanding quality and
timely service. The vision of hotel management is to always provide top level service to their
customers and they are able to do this by keeping their employee’s motivated (Maung & Walsh,
2018). Employees are a vital part of the service delivery in the hotel business (Karatepe &
Uludag, 2007). Therefore, keeping them motivated in the workplace is important at all times
(Cetin, 2013). Moreover, employee motivation can have a positive effect on their performance
and this in turn can improve work output. As a result, motivating employees is key in the hotel
industry (Wasike & Ndivo, 2015). The key concern in hotel service delivery is staff that are
motivated and happy (Kingir & Mesci, 2010). Therefore, ensuring that employees are
motivated and happy is essential because customers happiness or unhappiness in relation to the

service provided can be determined by the employee’s happiness or unhappiness levels (Cetin,

2013).

However, motivating employee’s to remain in their job and give customers the efficient service
that is required of them is not an easy task for hotel managers and its management team (Ross,
2010). Employee’s will not be able to perform to the required standard that is expected of them
if they are not happy (Mhlanga, 2018). Dissatisfaction and below par performance at the

workplace typically contribute to the high turnover of employees in the hotel industry.



Therefore, keeping employee’s motivated is a necessary tool required to reduce labour turnover

as well as in retaining effective employee’s (Aksu, 2005).

In the current working climate, employee motivation has remained a problem for the hotel
industry due to the different factors influencing employee motivation within and outside of the
work environment. It is evident that employees have changed as they now look for more
benefits from their workplace more than their earlier counterparts who were content with just
being employed and getting paid (Horwitz & Jain, 2012). Different factors have been identified
as the driving force behind this change. Broadly speaking, the emergence of the internet,
globalization, lifestyle trends and the rise in the cost of living have been noted as contributory
factors to the ever-changing employee job expectations. The traditional knowledge-based
economy coupled with the increase in communication and social media that has been made
possible by the internet has had an impact on the changing trends for employment hence
impacting human resources policies in organizations. Thus, employees have formed social

groups where they share issues affecting them (Crick & Spenser, 2011).

More so, developments in global human relations policies that seem to have focussed on the
welfare of employees in the workplace may have further created a new standard in employee
welfare. Consequently, these developments have influenced the value system of employees
hence creating new problems for management and of employee motivation in the workplace.
This is of particular interest to the hotel industry as employees are a vital part of this service-
based industry which rely on their employees to deliver quality services that customers pay for.
The dynamic nature of humans and their desires which continue to change from one individual
to another and even within the same individual at different times appear to be the sources of
challenges facing the management of employee motivation in today’s hotel industry (Mullins,
2011). Unfortunately, many hotels still rely on the traditional methods of employee motivation
such as monetary incentives which are misplaced in view of the current employee expectations
(Aamodit, 2010). As (Drucker, 2008) pointed out, organizational management approaches
should be designed with social realities in mind, recognizing that an organization’s success is
dependent on whether employees choose to work for the organization over and above every
other opportunity. However, in the hotel industry, management seldom carries out evaluations
to determine the effectiveness of the motivational approaches in place in spite of the ever-

changing work environment (Blum, 2010).



Numerous research that have been conducted on motivation of employees in workplaces and
the effect of the employee’s motivation on their performance levels. The Majority of the results
obtained from the research concludes that there exists a positive relationship between the
motivation of employees and his or her performance in the organization (Odukah, 2016).
Example given, (Asim, 2013) in his research explored motivation in terms of rewards and the
effect it has on employee’s performance in an organization. He concluded that with all things
being equal, employee’s performance can be improved upon by an increase in rewards. (Zhang
, 2016) on his study on UK hotels concluded that employee’s performance was increased or
improved upon by being motivated by higher rewards. The effect that motivation has on
employee performance is clear but the factors influencing employee’s motivation needs to be
studied further. Knowing the elements that influences motivation will enable the managements
of Irish hotels to control these elements so they can improve motivation in workplaces which
previous studies have shown to have a positive effect on employee performance in the
organization (Odukah, 2016). Also, to the best of the researcher’s knowledge, no previous peer
reviewed work has identified the factors that influence the motivation of hotel employee in
Ireland. Therefore, it is imperative that these factors are identified as they can be incorporated
by the hotel management into their day to day running of the hotel. For this reason, the specific
objective of this research is to determine the factors that influence employee’s motivation in

Ireland’s hotel industry.
1.1 Overview of the dissertation

This dissertation begins with the abstract which is then followed by six chapters, these are the
introduction, literature review, the research question, research methodology, findings and

analysis and ends with a discussion and conclusion section.

The first chapter gives a brief introduction about the research topic, highlighting the importance
of motivating employees in the hotel industry. It also discusses the importance of the research
and the objectives of the research. The second chapter is a review of the relevant literature
pertaining to the topic of this research. It includes discussions on various concepts associated
with the topic being discussed followed by the relevant theoretical conceptual framework and
then the empirical framework. The third chapter addresses the research objectives and
questions as well as the research hypothesis. The fourth chapter is a description of the research
methodology used for the purpose of this work. Elements such as the data collection and

analysis methods, sampling method, the research design and the ethical consideration of the



research were also discussed. The result of the research done and its analysis was presented in
the chapter five and then finally, the sixth chapter featured the discussion and conclusion of the

study.



Chapter Two

LITERATURE REVIEW
2.0 Introduction

This research aims to determine the factors that influence employee motivation in Ireland’s
hotel industry using luxury hotels in County Kilkenny as a case study. Thus, the main purpose
of this chapter is to examine extensively the literature that is relevant and significant to the
subject matter of this research. This shall include discussions on various concepts associated
with the topic being researched followed by the relevant theoretical concept/framework and

then the empirical framework.
2.1 Conceptual Framework
2.1.1 Employee

Employees are defined as “people that are paid to work by somebody” (Horhby, 2011). This
definition was further expanded by the international labour organization by stating that
employees are individuals that work for a public or private entity and receive payments in
salary, wages, commission, tips or pay in kind. In other words, an employee is a person, who
under a contract is hired by either a private or public organization to work for them, with a
reward at the end of the work, whether it be wage or salary on a daily, weekly or monthly basis
(Abbah, 2014).

2.1.2 Employee Motivation

Employee motivation is a complex and sophisticated subject matter; however, for an
organization to achieve success, managers must face and address this issue effectively. To have
a better understanding of employee motivation, managers must understand how imperative it
is, its concepts as well as the differences that exist in individual needs. Managers also needs to
be knowledgeable about the different factors that motivates an employee and the changes in
priorities of these factors over time. Furthermore, managers need to study past and present
motivational strategies as well as examples and theories behind them because having a mastery
of the basics can help improve their ability to recognize the appropriate reward system that
could be suitable to the needs of the employees. This understanding of the process involved in
employee motivation involves a structured approach, and managers must know that the

motivation of employees and the entire process involved are there for the purpose of motivating



their employees; therefore, employee input must be respected and incorporated in this process
(Kim, 2014).

Motivation of employee in the workplace is an art with a purpose of getting them to work
willingly as well as influencing them to behave in certain so as to accomplish the tasks set
before them (Maduka & Okafor, 2014). A motivated workforce represents the most important
aspect in determining an organization long term success (Hanaysha & Hussain, 2018). Nzuve,
(1999) shared similar view by describing employee motivation as the willingness of an
employee to commit high levels of effort into achieving business goals, influenced by the desire
to accomplish certain personal needs. Employee motivation is one of the most important issues
for any public or private organization because of the significant role it plays in the success of
an organization (Zameer, et al., 2014).

It is stated in previous literatures that various motivational factors influence the performance
of employee in an organization. These factors are wages and salaries, job security, promotion
and bonus (Abbah, 2014). Rewards is also a major strategy used in reinforcing employee
motivation to commit their best capabilities which could improve business functionality and
further enhance organizational efficiency, either financially or non-financially (Kawara, 2014).
Other strong motivating factors are personal development opportunities, appreciation for good
performance, relationship with superiors, happy and autonomous work environment and the
sense of a personal achievement. Thus, employees that are motivated will put in high level of
effort and energy into fulfilling a given task when they feel or gain the trust that the

management will reward these efforts (Hanaysha & Hussain, 2018).

The importance of employee motivation, influencing their employee behaviours to act in
certain ways, can ultimately play a major role in the success or failure of an organization.
Kovach, (2010) suggests that if an organization understands why its employees comes early to
work, remain with the organization for their entire working lives, and are effective. Then the
organization may be able to make sure that all their employees act in that way. Such
organizations would have a competitive advantage over their competitors that suffers from
expensive re-training programs and absenteeism. (Wiley, 2012) also suggested that
organizations must understand what motivates their employees because such understanding is
important in improving workplace efficiency which is necessary in the success of a company.
These suggestions mean that the success of an organization is highly dependent on employee

motivation, and managers need to have an understanding of what motivates their employees so



as to motivate them properly. Having a proper understanding of the concept of motivation will
be helpful to inexperienced and incompetent managers in terms of identifying what motivates
their employees and using them effectively (Kim, 2014). The next section of this research work

will be a discussion on the concept of motivation.
2.1.3 The Concept of Motivation

According to (Hellriegel, et al., 2000), motivation can be described as a force that acts on or
within an individual that causes him/her to behave in a particular purpose driven manner.
(Robbins, 2010) defined motivation as the reason why we do the things we do, and in a work
environment, it is what makes people want to work. Lastly, (Daft & Marcic, 2014) described
it as the force that exist either internal or external to an individual which stimulates excitement
and persistence in pursuing a particular course of action. These definitions of motivation
suggest that it is concerned with a person’s behaviour, the cause of a behaviour, or the reason
for individual behaviour, and the causes of people behaviour may be different due to the
differences in individual needs. The insight of these concepts to managers in an organization
is that they must first have an understanding of these individual differences as well as their
needs, and then develop appropriate models that will be effective in motivating their employees

through the fulfilment of these needs.

Therefore, organizations should not confine themselves to a particular factor of motivation;
instead, they should also consider various other motivational factors in order to meet the
different needs of their employees. The study done by Kovach (1987) is in support of this
suggestion in saying that due to individual differences that exists between people, no standard
motivational factors is applicable in all organization. For instance, an employee may place

more value on good wage while someone else will place more value on interesting work.

Jones & George, (2008) identified three major components of motivation which are direction,
Intensity and persistency. Direction is the path along which an individual is engaged in to
achieve a goal. This shows that motivation is not random but rather goal-oriented because
people decides where they invest their effort into. Intensity refers to the effort put in to achieve
a goal and the third element persistence is the continuation of an effort for a distinct time
duration. These three component of motivation points out that once employees are motivated
in an organization, they work towards achieving their goals no matter the obstacle on their path
(Abbah, 2014).



Motivation has been seen as a strong tool that strengthens behaviours and triggers the urge to
continue (Moloudi, 2010). In other words, it is an internal desire to satisfy an unmet need and
to accomplish a specific objective. This view of motivation shows that for an individual to
attain an assured target, he/she must be satisfactorily energetic and be clear about their
destination. Also, it serves as a process that starts through a psychological or physiological
need and that prompt a performance set by an objective. It also demonstrates that motivation
is intrinsic in an individual (Stanley, 2012).

The current economic uncertainty coupled with the emphasis on the need to satisfy customers
and long-term business relations has led to the revival of interest in the concept of employee’s
motivation at the workplace. Literatures from social sciences, particularly in organizational
behaviour has long identified the importance of motivating employees. Evidence from the
literatures has shown that employee’s motivation affects his/her productivity, and parts of a
manager duties is to keep staffs motivated and channel their motivation towards achievement

of organizational goals (Abbah, 2014).

Motivation in organizations is usually linked with economic reasons. It can be divided into

intrinsic and extrinsic motivation. (Muhammad, et al. 2015).
2.1.4 Intrinsic and Extrinsic Motivation

Intrinsic and extrinsic motivation are referred to as two forms of drives by the self-
determination theory (SDT). Intrinsic motivation has to do with people doing something for
their own fulfilment or because its enjoyable for them (Ryan & Deci, 2000). It is also
characterized by the interest of an individual in an activity that is devoid of an external factor
such as rewards or punishment. In other word, when individuals undertake an action for
personal fulfilment, the motivation behind such action is intrinsic in nature (Van Yperen &
Hagerdoon, 2003).

Ryan & Deci, (2000) described intrinsic motivation as “doing something for its inherent
fulfilment or happiness rather than for some separate consequences”. Once an employee
derives satisfaction from a job, he/she will have the willingness to make a substantial effort to
carry out their duties in the company. It emerges from desires in the workplace that are
attributes of the job itself. It is what employee’s get as a result of their success in accomplishing
a task. Such rewards that are intrinsically motivated includes the opportunity to exhibit
expertise and skills, receive recognition for job done, job responsibility and mutual respect.

According to George & Jones, (2013), an employee that is inherently influenced by his/her job



would be dedicated to it for as long as he knows that the job can meet his needs. Intrinsically
driven work behaviour emanates from within individual that derive happiness in doing their

job.

Thomas, (2000) affirmed that the psychological signs of intrinsic motivation are a sense of
meaningfulness, competence, choice and progress. At this point, it is necessary to point out that
for intrinsic motivation to occur, an external reinforcement is not needed; however, it may be
argued that it is still very possible to influence an individual to become intrinsically motivated.
Furthermore, (Grabner & Speckbacher, 2009) pointed out that intrinsic motivation not only
increases employee’s commitment levels, but also significantly affects other aspects of their

behaviour in the workplace.

Extrinsic motivation, on the other hand, differs from intrinsic motivation as it is concerned with
individuals performing an activity to earn a reward or avoid punishment. The rewards which
are the motivators are usually determined by the company an individual works for. Employees
are required to work hard or extra hours to get these rewards, they may not like the job but are
influenced by the rewards that comes with it (Abbah, 2014).

Motivation that is considered as extrinsic originates from outside of the individual. Money is
regarded as the biggest example but nevertheless, coercion and the fear of being punished are
also common examples of extrinsic motivators. Studies from social psychology has shown that
extrinsic incentives can result to over justification and consequently leads to reduction in

intrinsic motivation (Chauhan, 2013).

The self-determination theory (SDT) explained the difference between both types of motivation
along a continuum of differing autonomy levels (La Guardia & Patrick, 2008). Thus, when an
individual experiences little autonomy in doing something and an increased pressure from
external sources, the individual is said to experience less intrinsic motivation and more of the

extrinsic motivation (Chauhan, 2013).

It is important to point out that demonstrating high level of intrinsically driven work behaviour
is accomplished by fulfilling three vital needs which are competence, autonomy and
relatedness. (Deci & Ryan, 2008) argued that the fulfilment of these three needs is crucial if
optimum functioning is to be sustained. By taking cognizance of these needs and understanding
what motivation is, organizations can find ways to ensure that their employee’s stay motivated

in the workplace. Intrinsic and extrinsic motivation can both be effective at inducing



behaviours at the workplace. However, their effects on employee’s behaviour is in different

ways (Deci & Ryan, 2008).
2.2 Motivation in the Hotel industry

Employee motivation is key to the development of an organization’s core competencies and it
is the leading factor towards the achievement of a competitive position in every organization
(Yeboah & Abdulai, 2016). Ramlall, (2004) asserted that the realization of goals and objectives
by an organization is dependent on their employees and that job performance is directly linked
to motivation. In this context Chand & Katou, (2007) assert that the hotel industry is
undoubtedly a labour intensive one and so its growth and development is rooted in the social
and technical skills of their employees, as well as their commitment and attitudes towards their
job. Therefore, the hotel management must pay attention to the issue of effective employee
motivation as it is crucial to their operational success. The purpose of establishing a hotel is to
meet the customer needs for accommodation, catering and merriment in a secure, healthy and
pleasant environment. Therefore, hotels are undoubtedly a service-oriented business entity
where quality is preferred over quantity because the service outcome are not seen or measured
by quantitative means. In addition, the real value of the service quality at hotels as well as the
consumers perception of this fact is important in determining the output quality. When
employees provide excellent service to its customers, it can generate long lasting affirmative
experiences for them. Although, service quality in a hotel is determined by its customers,
nevertheless, it is created by its employees. Employees, therefore, control to a greater extent
the balance of the final service quality. The hotel employee personal motivational desires play
a central and notable role in attaining high satisfaction level amongst hotel customers. This
means that the maintenance of a consistent quality service delivery is closely linked to
employee satisfaction (Ryan & Deci, 2000). Contemporary research suggests that motivation
in organizations is rarely a unitary phenomenon because hotel employees have not only
disparate amount but also different types of motivation. In other words, employees desire for
motivation differ not only in the kind of motivation but also in the amount of motivation. Hotel
employees are motivated by different needs. This is dependent on several factors and varies by
person and individual situation. Hotel managers have made generalized assumptions about
what motivates their staffs. However, to understand the needs of their employees, they need to
have an understanding of key theories which would help them learn about their employee basic
needs (Kukanja, 2013). The next section of this work will discuss about the key theories of

motivation which are important in the understanding of the needs of the employees.
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2.3 Theories of Motivation

Since motivation varies over time and depends on the circumstances and personality of the
individual, it will be useful to provide a theoretical framework for it. There is no singular
explanation as to what motivates employees to work well in the workplace (Iguisi, 2009).

Several studies in the past have postulated many competing theories which try to explain the
complicatedness of motivation in the workplace. Each of these theories has provided an
explanation on the influence that motivation has on employee performance at work. The basic
belief is that financial and non-financial incentives influences employee motivation and there
is also a correlation between job satisfaction and performance. However, it is important to take
a look at the relevant theories pertaining to motivation in other to find out what really motivates
an employee. These theories of motivation are grouped into two broad categories which are
content theories and process theories (Iguisi, 2009).

2.3.1 Content Theories

The content theories probes into the things that motivate an individual to behave in certain
ways. The complex nature of human beings has, however, raised concern on how valid these
theories are. Therefore, it is crucial for organizations to know the needs of its employee’s and
recognize that those needs can change as time goes on, while also keeping in mind that these
needs vary significantly amongst employees. Examples of famous theorists who are in this
school of thought are Fredrick Herzberg, Abraham Maslow, and David McClelland (Urdan &
Maehr, 2015).

Abraham Maslow’s Hierarchy of Needs Theory

This theory developed by Abraham Maslow in the 1940s states that people’s behaviours are
guided by a hierarchy of needs (Abbah, 2014). The theory is centred on the premise that people
are motivated by unfulfilled needs, and that satisfying a lesser need will lead to the pursuit for
the fulfilment of a higher need. In other words, a lower need must be met before the higher
needs are considered. As an illustration, once an individual physiological needs such as shelter,
food and water are met, then the next source of motivation for the individual will be the

attainment of his/her safety needs (Nyameh, 2013).

Maslow organized these needs into five broad categories arranged in a hierarchical manner:
physiological, safety, love, self-esteem and self-actualization. He believed that the

physiological needs which is at the base level of the need hierarchy is the most basic need for
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individual and it then progresses through safety, love, self-esteem and self-actualization needs
(Sadri & Bowen, 2011). As an individual lower level of needs are satisfied, the next higher
need in the Maslow hierarchy will be the major source of motivation for the individual and will
remain so even if it is never fulfilled (Maslow, 1943). However, one of the most serious
drawbacks of the Malow’s theory is its presumption that every individual has the same
hierarchy of needs. Studies has found out that this assumption is not true. Individuals actually
have varying hierarchies of need that are tied to their personal values. Needs are regarded as
conscious deficiencies or lack created by inherent drives but are reinforced or weakened by
societal factors such as culture. Furthermore, research have shown that the hierarchy of needs
in some culture varies from that in other cultures (Oishi, 1999).

Self-actualization

desire to become the most that one can be

Esteem
respect, self-esteem, status, recognition, strength, freedom

Love &

friendship,

Safety needs -
personal security, employment, resources, health, property.

Physiological needs

air, water, food, shelter, sleep, clothing, reproduction

Figure 1. Maslow’s hierarchy of needs
Source: Maslow, (1943).
Fredrick Herzberg’s Two-Factor Theory

In 1959, Herzberg published the two-factor theory of motivation in the workplace. The theory,
at the time of its publication was very controversial. It provided the basis for several other
theories and frameworks in the field of human resource development (Herzberg, 2003). This
theory which was based on Maslow’s motivation theory is one of the most famous theories that

established the connection between motivation and job performance (Mehmood, et al., 2012).

Herzberg conducted his research through interviews of 203 engineers and accountants from
various industries in Pittsburgh. In conducting his research, he followed the critical incident
approach by which the workers were asked to give account of periods when they felt

particularly good or bad concerning their present or past jobs. The information collected from
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the employee’s was consistent and showed that factors influencing employee motivation are in
two sets of categories which are motivational factors and hygiene factors. This contributed to
the rise of his two-factor theory. The difference between the motivational and hygiene factors
is the key concept behind this theory (Mohammed, et al., 2017).

In Herzberg’s two-factor theory, the most highly correlated variable with employee job
satisfaction is motivation. Herzberg and his colleagues then argued that the motivation factors
must be improved upon in other to increase job satisfaction of employees (Mohammed, et al.,
2017). The theory also identified that the motivational factors are intrinsic to a job and they
lead to a positive work attitude because they meet the need for growth and self-actualization
(Herzeberg, 1966). Motivational factors are connected to an individual job satisfaction and
include factors such as the work itself, advancement, growth prospect, appreciation,
responsibility and achievement (Adair, 2006).

In contrast to the motivation factors which has a direct influence on employee motivation and
satisfaction levels, the hygiene factors are variables which are connected with the reduction of
the level of job dissatisfaction. These hygiene factors are linked to the circumstances
surrounding the “doing” of the job or the organization’s workplace. Herzberg argued that these
hygiene factors are extrinsic in nature to a job and can lead to averting of job dissatisfaction in
the workplace if present. This is because the hygiene factors react to the workplace
environment because of the “need to prevent unpleasantness”. Hygiene factors functions to
reduce employee dissatisfaction with their job. They are related to the work context itself and
comprises of company policies, interpersonal relationships, working conditions and

relationship with work executives (Herzeberg, 1966).
David McClelland Learned Need Theory

This theory was postulated in 1961 by the psychologist, David McClelland. He particularly
suggested that childhood learnings, parental approach and societal standards are factors that
reinforces the need strength of an individual. He focused his attention on three learned needs

of individuals which are achievement, affiliation and power (Abbah, 2014).

In McClelland’s view, people with a strong need to achieve something wants to accomplish
reasonably demanding objectives through their individual endeavour. These type of individuals
favours working alone instead of working as part of a team, and they select works that are

neither too easy nor impossible to finish (reasonable degree of risk). People with high need for
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achievement also crave for clear feedback and acknowledgement for the success of their work
(McClelland, 1961).

Need for affiliation is a desire to obtain other people’s approval, suit their desires and
aspirations, and prevent conflict. People in this category of need seek to project a good picture
of themselves and try to always support other colleague as well as make efforts to resolve

conflicts amongst colleague in the workplace.

People who are strongly in need of power always want to exert their influence over other people
and are anxious about retaining their leadership roles. People who use their powers to promote
their individual interests have personalized power. Others are primarily in strong need for
socialized power as a result of their desire to use it in helping others. Good leaders in an
organization prefers having the socialized power to the personalized power. The message here
is that organizations can reinforce or weaken their workers needs for power, achievement or
affiliation by promoting an affiliation-oriented culture in the workplace, rewarding people that
show affiliation orientation and employing co-workers that have developed a robust affiliation
orientation in their upbringing (Abbah, 2014).

2.3.2 Process Theories

The process theories study the elements involved in the motivation process (Abbah, 2014).
These theories seek to explain the mechanism by which people select a target and the work that
they put in to achieve those targets. The theory describes how people are motivated by
analysing the relationships amongst the different complex variables that makes up motivation
process. In this viewpoint, one component of the process by which an individual choose how
to act or behave is accounted for by “need” and rewards could likely be the other component.
For example, when an employee in a company perceives promotion as a reward for showing
certain work behaviour such as being diligent in the workplace, then this reward becomes the
reason for the behaviour. The four major types of the process theories are skinners
reinforcement theory, Vroom expectancy theory, goal setting theory and equity theory (Ryan
& Deci, 2000).

Reinforcement Theory of Motivation

This theory proposed by B. F Skinner is one of the simplest theories of motivation and it is a
theory that is based on the “law of effect”. Basically, the theory states that individuals will do
things they are rewarded for, and avoid things they are punished for (Skinner, 1971). In other
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words, the behaviour of an individual is a function of consequences. This theory did not take
cognizance of the fact that workers are motivated by their needs or a process of motivation.
Rather, it focuses on how the future actions of a worker is based on the consequences of his/her
previous actions. An employee is likely to repeat a behaviour which has been rewarded in the
past and likely to avoid the repetition of behaviours which has resulted to unpleasant
consequences in the past (Dessler, 2008). According to the reinforcement theory, an
organization should employ the following approach to control the behaviour of their

employees.

Positive Reinforcement: This is the act of giving a positive response to an employee when
he/she demonstrate the requisite work behaviour. This will increase the chances of such
employee showing such behaviours again. Rewards reinforces positively but not necessarily.
It can only be said to be a positive reinforcer, if and only if the behaviour of an employee
improves. The regular occurrence of a behaviour can be stimulated be positive reinforcement
(Dessler, 2008).

Negative Reinforcement: This can be done by the removal of a negative or undesirable
consequence in other to reward an employee. Positive as well as negative reinforcement can be

used for improving a desirable or required behaviour in the workplace.

Punishment: This involves the application of unpleasing consequences towards an employee
for displaying unpleasing behaviour in the workplace. For example, the suspension of an

employee for flouting the rules and regulations of the organization.

Extinction: This means the absence or unavailability of reinforcements. Extinction means
reducing the probability of an employee’s undesirable behaviour or attitudes through the
removal of the rewards attached to such behaviours or attitudes. For example, an employee
may feel that his/her behaviour is no longer yielding a productive result when he/she no longer
get commendation and praise for work done. Extinction may inadvertently reduce desirable

behaviour in the workplace (Dessler, 2008).
Vroom Expectancy Theory

Victor Vroom who was a well renowned scientist proposed the expectancy theory in 1964.
Vroom approach is quite different to that of Maslow and Herzberg on the issue of motivation.
His research on motivation gave a practical insight on motivation of people in the workplace.

His theory was modelled on human behavioural choices and it describes the reason why people
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favour a behavioural option over other one (Ryan & Deci, 2000). Vroom argued that people
have different choices and that the decisions they make are based on the choices they believe
will lead to the best possible outcome for them (Lloyd & Mertens, 2018). Vroom believed that
the motivation of an individual to funtion effectively is dependent on the importance that he/she
places on the result of his effort multiplied by his belief that the efforts will as a matter of fact
help to achieve the desired goals or objectives. Therefore, managers in organizations should
communicate with employees on how their goals and objectives such as increased pay,
promotion, recognition, and so on can be earned in terms of what behavioural patterns that
employee’s are aware of, such behavioural patterns should form the basis for the administration
of these rewards in the workplace. If not, issues may arise with regards to employee’s lack of
trust in the policy of the organization, and the outcome could be damaging to good working
environment (Vroom, 1964). To measure the level of motivation, Vroom used the following
formula: M=1 x (I) x (V) where E, I and V stands for expectancy, instrumentality and valence
respectively. To determine motivation, these three variables are multiplied together.

Expectancy: This has to do with the perception that employee have that a certain level of effort
will lead to increased performance levels and hence the achievement of the desired goals and
objective. For example, a sales executive will have a high expectancy level if he/she is sure of
increased performance level (sell more unit of product) if there is an input of more effort
(overtime). Expectancy will however be low if she is convinced she won’t be able to sell more
units of the product, even if she works overtime. Generally speaking, high expectations will

lead to higher motivation in comparison with low expectation (Shields, 2007).

Instrumentality: Vroom (1964) described instrumentality as the belief that an employee has
while carrying out any task, that the task or its result will lead to the achievement of their
desired reward. The reward could be increased pay, job satisfaction, recognition or any other
material reward. Job related incentives are one predominant case of instrumentality. These
incentives are extra benefits that an employee get in addition to their salary after the completion
of a job related tasks. Employee’s that performs well receive greater incentives, thus increasing

their instrumentality in the job (Abbah, 2014).

Valence: This is the value or importance placed on the outcome of a task by an individual. For
an employee motivation to be high, they must value the outcome they will receive for their
performance. This valence depends on different factors such as their personal need for the task

outcome, how attractive the outcome is and how favourable or desirable it is.
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Essentially, Vroom’s theory works based on people’s perceptions. So even if an organization
thinks that they have made available all that is needed for motivation in the workplace, and
even if is effective with most employee’s in such organization, it does not mean that someone
else in same organization will not perceive that it’s not working for them (Daft & Marcic,

2014).
Equity Theory

The equity theory by Adams has helped in explaining why factors such as pay, and conditions
alone do not determine what motivate people in an organization. The theory also explained
why giving pay rise or job promotion to one person in an organization can help in demotivating
others in same organization. According to this theory, employees evaluate the fairness of the
incentives they receive in relation to their inputs invested for the accomplishment of a task by
evaluating their own investment-reward ratio and comparing it with the ratio of another
colleague who occupies similar role (Latham & Locke, 2017). In other words, inequity is said
to have occurred when an individual perceives that the ratio of his input to reward and that of
someone else in similar position is unequal. Therefore, an individual is motivated in relation to
the perceived fairness to the rewards earned for a specific amount of effort in comparison to

others.

The equity theory also acknowledged the fact that people are not only concerned with the total
amount of rewards they got for their input in a task, but also with what others receive in relation
to this amount. The theory also pointed out that people are motivated to reduce any form of
perceived inequality in an organization. When there is inequity in an organization, the
individual making the comparison tries to equal the ratio either by modifying the inputs or the

outcomes, thereby returning to the state of equity (Lunenburg, 2012).
Goal-Setting Theory

American psychologist Edwin Locke in the 1960’s propounded the goal-setting theory. This
theory is the underlying explanation for other major motivation theories whether it be Maslow
theory, Vroom or Herzberg’s theory, McClelland’s learned need theory or Skinner’s theory
(Lunenburg, 2012). Organizations generally accept this theory as a way of improving and
maintaining job performance. The main findings of this theory, based on numerous studies, is
that people who have been provided with specific, demanding but achievable goal perform

better than those given easy or non-specific goals. However, at the same time, the people given
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these tasks must possess the required skills, accept the goals and receive feedback related to
performance (Latham, 2003).

2.4 Empirical Framework

This section is going to discuss about previous literatures on the factors that influences
motivation in the hotel industry. Therefore, this empirical review will encompass the findings
on the above-mentioned topic.

Various studies have been done all over the world in the last decades on the factors that
influences motivation of employees positively in hotel industry and as a result many factors
have been identified (Mak & Sockel, 2001).

Kovach (1987) researched and analyzed the needs and motivators of employees at the
workplace. His study surveyed hotel managers and their employee in relation to what motivates
them at the workplace. The methodology used for the survey was for the employees to rank ten
(10) factors that motivated them at work. The hotel managers were asked to choose the ten (10)
factors that they believed were responsible for motivating the employees that took part in the
survey. Kovach (1987) discovered that the managers had no idea what factors that motivates
the employees that they managed. Interesting work, appreciation for a job well done and a
feeling of being in on thing were the top three motivational factors choosed by the employees.
Interestingly, wages was ranked as the fifth most important motivating factor by the employee
according to the findings of the study. Subsequent studies on the issue of employee motivation

were developed using the Kovach’s ten (10) motivational factors (Kukanja, 2013).

In the late 1990s, researches in the area of staff motivation in hotel industry increased (Kingir
& Mesci, 2010). According to Lindner (1998), the major factors in degree of importance
influencing staff motivation are engaging job, increased wage, opportunities for promotions,
healthy relationship between management and staff and recognitions. These conclusions are
similar to the research done by (Kovach, 1995) with the difference being that according to the
degree of importance, Lindner result has increased wages in second position while Kovach has
work recognition in same position. Cheng & Brown, (1998) in their research concluded that
job security, opportunities for growth and workers training are the factors responsible for staff
motivation in hotel business. In addition to this, Tsang, et al., (1999) research identified
recognition, job responsibility, and social responsibility as factors responsible for influencing

motivation in hotel staffs.
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Siu, et al., (1997) used the Kovach’s 10 motivational factor to examine the factors that
motivates hotel employees in Hong Kong. One thousand two hundred and forty-five (1245)
employees from sixty-four hotels were asked to rank the ten motivational factors. The sample
for the study is made up of employees from different departments in the hotels such as food
and beverage, housekeeping, human resources, finance, sales and marketing, front office,
public relation and engineering. The study reported that opportunities for advancement, loyalty
to employee and good wages are the top three motivational factors that influences employee
motivation in the Hong Kong hotel industry. Despite the small differences, the fundamental
motivation of hotel employees across the various departments are comparatively similar
according to the findings of the research. Therefore, hotel managers should recognize the
differences when designing motivational models. The study recommended that hotel managers
make the effort to find out what their employees wants. Finally, they said that the managers
should understand that their employees desires not only wages but also respect (Siu, et al.,
1997).

In the 2000s, there were slight changes in the factors responsible for influencing staff’s
motivation. In Olcer (2005) research to find factors that influence employee motivation in hotel
industry, he stated that job security, healthy relationship with the management, money,
recognition based on performance, good working condition, allocating work based on staff
skill, cooperation amongst colleagues and flexible work rotation are responsible for influencing
employee’s motivation in hotel business. Olcer further emphasized that there is a substantial
relationship in a positive way between an employee motivational level and performance.
Kukanja (2013) researched on the most important motivational factors that influenced hotel
employees in Slovenia. The study sample was from 190 employees working in various
departments in the hotel. The result of the study pointed out that the most significant
motivational factors as ranked by employees are good wages, flexible working hours and job
security. Similar study by Dipietro, et al., (2014) on hotel employees at Aruba using same
motivational model as adopted by the work of Kukanja (2013) showed that appreciation of job
well done, good wages and good working conditions are the top three motivational factors as
ranked by employees that influences them. Previous literature has reported job security as a
significant factor that influences employee but that was not so in the case of the Aruba hotels

study due to the protective employment policy set up by the government (Dipietro, et al., 2014).

Kingir and Mesci (2010) carried out a research to determine factors that influence motivation

amongst hotel employees in Bodrum. They developed 16-motivational attributes used in
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identifying the factors that influences hotel employee motivation during their study on hotels
in Bodrum. They classified these attributes into four broad motivational dimensions which are
social opportunities, teamwork, responsibility and being appreciated and immaterial incentives.
The findings from their research pointed out that “responsibility and being appreciated”
followed by “immaterial incentives” and “teamwork™ are the factors that has a significant
impact on employee motivation with “responsibility and being appreciated” having a higher
impact on the overall motivation of employees. Studies done by Wasike & Ndivo, (2015) and
Oswald, (2018) identified these four broad motivational dimensions as the most important
factors that can be used to measure employee motivation. The result of their studies agrees with
that of Kingir and Mesci (2010). This research will seek to determine the factors that influence
employee motivation in the Irish hotel industry using same 16 motivational attributes model

discussed above.
2.5 Chapter Summary

In this chapter, a review of the relevant literatures was done on the concept of employee
motivation. A review of the theoretical concept/frameworks of motivation as well as the

empirical concept was also presented.

The literature over the years has pointed out several factors that has been responsible for
influencing employee’s motivation in hotel industries in various parts of the world. However,
recent studies has identified the four broad motivational models developed by (Kingir & Mesci,
2010) as a tool for determining the factors influencing employee’s motivation in hotel business.
These four broad motivational models are teamwork, responsibility and being appreciated,

immaterial incentives and social opportunities.

Studies done using this model has identified them as factors influencing employee’s motivation
with job responsibility and recognition having a higher overall impact on influencing
motivation. This research will seek to determine if this will hold in the Irish hotel industry

using the same motivational model.
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CHAPTER THREE

RESEARCH OBJECTIVE AND QUESTION

The objective of this research is to determine the factors that influence the motivation of
employee in Ireland’s hotel industry. The literature review section of this work has identified
four broad motivational dimensions (social opportunities, teamwork, responsibility and being
appreciated and immaterial incentives) as the factors that influence employee motivation in the
hotel industry with job responsibility and recognition having the most impact. This study seek
to determine if these broad motivational dimensions will hold true within the Irish context.

3.1 Research Questions
The research questions identified to satisfy the research objective are given below

Does job responsibility and recognition influences motivation in Irish hotel industry?
Does immaterial incentives influence motivation in Irish hotel industry?

Does teamwork influences motivation in Irish hotel industry?

Does social opportunities influence motivation in Irish hotel industry?

What motivational dimension has the most impact on employee motivation?

o o~ wDdE

What other factor(s) influence employee motivation.
3.2 Research Hypothesis

The following null hypothesis (Ho) will be tested against the alternative hypothesis (Ha) in this
study.

Ho= Job responsibility and being appreciated has no influence on employee motivation.
Ha= Job responsibility and being appreciated has an influence on employee motivation.
Ho= Immaterial incentives have no influence on employee motivation.

H.= Immaterial incentives have influence on employee motivation.

Ho= Teamwork has no influence on employee motivation.

H.= Teamwork has influence on employee motivation.

Ho= Social opportunities have no influence on employee motivation.

Ha= Social opportunities have influence on employee motivation.
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CHAPTER FOUR
RESEARCH METHODOLOGY
4.0 Introduction

Research methodology is a systematic way of solving a research problem. In other words, it
gives the description of the processes involved in carrying out the research scientifically. In
carrying out a research, it is important for the researcher to not only have an understanding of
the application of the various research approaches but also their relevance to the research
objective, its meaning as well as the reason for choosing a particular technique. Since different
research problems may have different research approach, having an understanding of the
theoretical background as well as the different techniques, and being able to know the specific
technique that is suitable for the research is important in helping the researcher to choose the
best methodology suitable for the research (Kothari, 2009).

Therefore, research methodology is a broad concept and the research methods contributes only
a part of it. According to Kothari (2009), research methodology talks not only about the
research methods but also consider the rationale behind the methods being used in the context
of the study being done as well as explanation of why a particular methods is favoured over
another so that the result of the research are capable of being tested either by the researcher or
by someone else. Thus, it is important to understand exactly what the purpose of the study is,
what are the research questions that the study will answer and how it will be investigated, how
the data will be collected and by what method it will be processed and analysed to produce the

results and conclusion (Howell, 2013).
4.1 Research Methods

There are many types of research such as conceptual vs empirical, applied vs fundamental,
descriptive vs analytical and so on. However, they are all broadly classified into two types of

research methods which are the qualitative and quantitative methods.

Quantitative research is largely associated with the positivist paradigm. It involves the
collection and conversion of data into numerical form in order to make statistical calculations
and draw conclusions. This method is basically a deductive process which is used to test a pre-
specified hypothesis. In this method, researchers use statistical data gotten from a large
population sample for analysis. Therefore, the results of the analysis are considered to be more

reliable and have a higher validity. This type of research offers a structured response option
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because it basically supports fixed answers. The various methods of data collection here are
online survey, use of questionnaires and so on (Sekaran, 2014).

Qualitative method, on the contrary, is largely associated with the social constructivist
paradigm which places emphasis on the socially constructed nature of reality. It involves the
gathering of information in a text-based format. It is an inductive process used in the
development of a theory or concept. It also seeks to answer not only what, when, where and
the who questions but also to examine the human behaviour and the reasoning behind such
behaviour which represents the why and how in a decision-making process. In qualitative
method, information collected are based on a few cases in which the problems described are
based on a personal point of view. Thus, it is objective in nature and its validity and reliability
levels is dependent on the scale of the population. This type of research provides an
unstructured or semi-structured response options and the common methods are face to face

interview and case study (Leppink, 2017).
4.1.1 Research methodology adopted for this research

The methodology chosen for this research work is quantitative methodology. Neither of the
qualitative nor the quantitative methodologies are superior to each other, the methodology to
be used at any point in time depends on the research and its objectives. The aim of this research
is to determine the factors that influences employee motivation in Ireland’s hotel industry using
luxury hotels in county Kilkenny as a case study and the most appropriate methodology
adopted for this research in order to answer the research questions is the quantitative method.
Quantitative methodology, and more particularly the use of online questionnaires is the most
dominant and reliable method to use when carrying out primary research in the aspect of
motivation in an organization (Asare, et al., 2012). The quantitative methodology has a
confirmatory approach perception where the bulk of the due diligence and thinking takes place
before data is collected (Leppink, 2017). In addition, it allows a researcher to focus on a bigger
sample size, making it possible for him/her to arrive at a generalized conclusion of the entire
population sample based on the sample outcome in a process known as inductive reasoning
(Chraif & Dumitru, 2015). This was an important factor in choosing the guantitative method
as the methodology to use in satisfying the requirements of this research study. Also, previous
studies on factors influencing employee’s motivation has been conducted using the quantitative
method (descriptive) as exampled by the works done by (Kingir & Mesci, 2010) and (Oswald,

2018) and so this research study will follow same methodology.

23



4.2 Data Collection

Data collection is the act of gathering and measuring information on targeted variables in an
established manner that enables an individual in answering relevant questions and evaluating
outcomes. The data collection aspect of research is routine in all fields of study. Although the
approaches vary according to discipline, the focus remains on ensuring correct and honest
collection. Irrespective of the field of study, accurate collection of data is important in
maintaining the research integrity. Having an appropriate data collection method and a clearly
defined guidelines for their proper use diminishes the likelihood of errors occurring. There are
two types of data collection method which are primary and secondary method of data collection
(Whitney & Lind, 2008).

Primary data, referred to as first-hand information is collected directly from its original source
and is much more reliable, authentic, and objective. Sources of primary data includes
interviews, surveys, questionnaires, experiments and focus group discussion. Primary data
collection methods are categorized into quantitative and qualitative collection methods (Orkin,
2014). Quialitative data are predominantly non-numerical and normally descriptive or nominal
in nature. This type of data is usually collected in words or sentence forms and they capture
people emotions, feelings, or subjective perception about a thing. Qualitative data are collected
through focus groups, interview, and group discussions. They are expensive to implement and
the findings cannot be generalized to people who did not participate in the program. On the
other hand, quantitative data is numerical in nature. The method of quantitative data collection
and analysis includes the use of questionnaires with open ended questions, correlation and
regression methods and others. This collection method relies on random sampling and a
methodical data collection tool that fit different experiences into predetermined response
categories. The results gotten from quantitative data can easily be summarized, compared and
generalized (John, 2019).

Secondary data on the contrary are data’s gotten from a source that has already been published.
It is usually collected by someone for a purpose. Secondary data is important because it is
impossible to carry out a survey that can sufficiently capture previous changes or innovations.
Sources of secondary data includes books, biographies, newspapers, journals and so on (Kabir,
2016).

During this research work, primary and secondary methods of data collection was used to

deduce accurate results. Secondary data collected from various academic and peer reviewed
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sources such as books, research reports and journals were used at the beginning of this research
to gain a deeper understanding of the conceptual, theoretical, and empirical aspects of

motivation.

The instrument for the gathering of the primary data used in this research is an online
questionnaire because it is helpful in accessing a large number of the respondents at a minimal
cost. A questionnaire is a structured or semi structured research tool consisting of an array of
questions designed for the purpose of collecting information from respondents. The online
questionnaire was structured around the objectives, questions, and hypotheses of this research
(Mugenda, 2008). The questionnaire used for the purpose of this research are adopted and
modified based on the motivational model developed by Kingir & Mesci (2010) as well as the
study by Oswald (2018). The questionnaire contained the sixteen (16) items for identifying the
factors influencing hotel employees. These 16 items represented the four motivational
dimensions (responsibility and being appreciated, social opportunities, immaterial incentives

and teamwork).

The online questionnaire is made up of three sections. The first section (section A) was based
on the demographic characteristics of the respondents such as age, gender, education etc while
the second section (section B) consists of an attitude scale of 16 statements to determine the
factors that influences employee motivation in the hotel industry. To determine the factors
influencing employee motivation in the hotel industry, every statement has to its right side the
5-point Likert-scale (1-strongly disagree, 2-disagree, 3-indifferent, 4-agree and 5-strongly
agree). This was used as it best describe the degree to which the respondents agree or disagree
with each of the statement in the questionnaire (Oswald, 2018). The section C of the
questionnaire requires the respondents to state any other factors not listed in section B that

influence their motivation which yielded a further quantitative or useful insight.
4.3 Data Analysis

Data analysis is defined as the process of using analytical or statistical tool to evaluate data for
the purpose of discovering useful information. The purpose of data analysis is to extract
meanings from data so that the knowledge derived can be used in making informed decision
(Sharma, 2018).

The data collected for the purpose of this research was coded and captured for analysis using

the statistical package for social sciences (SPSS) version 23 which will enable the production
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of descriptive statistics for result interpretation. In using this software for data analysis,
standard deviation, arithmetic average, frequency and percentage values of the participation of
employees and data of the demographic characteristics was utilised and calculated. Factor
analysis was used to satisfy the research objectives (Oswald, 2018). In determining the other
factors influencing employee motivation, the statistical package for social sciences (SPSS)
version 23 was used to calculate the frequency and Microsoft excel was then used to produce
the pie chart.

4.4 Population and sampling

The hotel industry covers different types of facilities and businesses which are individually or
jointly owned, managed, or operated. These includes motels and fully serviced hotels. It also
comprises of several sub-industries such as casino hotels, travel accommodation, bed and
breakfast inns, hotels (excluding casinos), recreational vehicles parks and camps, rooming and
boarding houses, and various other traveller accommodation (Business USA, 2014).
Furthermore, the industry also covers various activities including, but not limited to cafes,
restaurants, sports, and leisure themed park. It is an industry with intense competition because
of the various segments of businesses that it covers (Business, 2014). The focus of this study
is on the commercially branded hotel in County Kilkenny that offers services such as fully
serviced rooms, cocktail lounge, health and beauty treatments, dining room, leisure centres and
so on. The size and type of hotel influences the population segment of a research such as this,
so the population of this study was drawn from the four-star and five-star hotels only in County

Kilkenny, Ireland.
4.4.1 Sampling Technique

Sampling is referred to as the process used in the selection of respondents for a research project.
The main objective of sampling is to obtain a representative sample or a small number of cases
from a bigger collection or population such that a researcher can carry out a study on the smaller
group and generate an accurate conclusion about the larger group. It is not feasible to consider
the whole population in an organization as respondents for the study; therefore, a smaller group
of people which are referred to as the sample are selected for the study. There are two
approaches to sampling in a research study and these are non-probability and probability

sampling technique.
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Non-probability sampling technique is one in which a single unit in a particular population has
no specified probability of being chosen. In other words, in non-probability sampling each unit
from the population are not selected in a mathematical random manner. Consequently, non-
random samples usually yield samples that are not characteristics of the population. Therefore,
the ability to generalize from them is limited. Types of non-probability sampling includes quota
sampling, purposive sampling, convenience sampling and snowball sampling (Sekaran &
Bougie, 2016).

Probability sampling technique is one in which a single unit in a population has a chance of
being selected. The reasoning behind the use of probability sampling for most quantitative
researches is to produce a sample which accurately represents the population it was drawn
from. The use of random sampling is not a guarantee that every random sample represents the
population perfectly. Rather, it implies that most random samples would most of the times be
close to the population it was gotten from, and one can quantify the likelihood of a specific
sample being accurate (Singh & Masuku, 2014).

In this research work, the probability sampling technique specifically random sampling was
used. This is to enable to the researcher make accurate generalization from the small sample to
the population under study. It also allows the researcher to calculate statistically the
relationship that exist between the sample and the population. i.e. the size of the sampling error.

This sampling method also produce accurate result at fewer cost and time (Mugenda, 2008).
4.5 Limitations of the methodology

According to Saunders, et al., (2009), the research methods acts as the foundation of a research
study. The main purpose of the quantitative research methodology is the quantification of data.
This method allows results to be generalized by the measurement of views and responses of
the sample population. Every research method is usually made up of two broad stages which
are planning and execution (Younus, 2015). Therefore, it is clear that within these two broad
stages, there are likely to be limitations beyond the researcher’s control (Simon, 2011). These

limitations are discussed below.
Inability to control the environment

Most times, researchers are faced with challenges of not being able to control the environment

where the respondents provide answers to questions in the survey. The method of data
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collection in this research was through the use of online survey and this inability of having
control of the environment posed a problem for this study. This is because responses are often
dependent on specific times which again is dependent on the prevailing conditions during that
particular time frame (Baxter & Jack, 2008).

Limited outcomes

The methodology used involved mainly the use of structured questionnaire with close ended
questions. This resulted to limited outcomes as can be seen in the research. The respondents

were limited to a number of responses based on the selection made by the researcher.
4.6 Research ethics

Concerning the ethical consideration, the researcher ensured that all the required data
protection act was observed, all responses by the respondents as well as the identity of the
hotels from which the samples were collected was completely anonymous for the entire
duration of the research. Minors and vulnerable people in the society were not involved in this
research. The participation of each respondents was voluntary, and they had a choice to
withdraw at any stage they wish to without any warning. Each of the participant was also asked

to give their consent about wanting to be involved in the research.

Finally, all responses were kept safe and secure. The data gotten was used only for the purpose
of this study and was not transferred to a third party. All data will not be held longer than
required. To the best of the researcher’s knowledge, none of the respondents was treated

unethically during the course of the research.
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CHAPTER FIVE
FINDINGS AND ANALYSIS
5.0 Introduction

This chapter will present the findings from the research carried out as well as its analysis. The
online survey involved a total of 169 responses but only 168 of these responses was evaluated
as one of the responses was not fully completed. Therefore, the sample size for this research is
168 (n= 168). The data obtained from the online questionnaires was analysed and presented
using the statistical package for social science (SPSS) software version 23. In this regard,
standard deviation, arithmetic average, percentage and frequency values of employee
participation and demographic data characteristics were calculated. Factor analysis was used
satisfy the objectives of this study. The findings from this analysis will be used to test the stated

hypothesis (section 3.2) through the Pearson’s product moment correlation test.

The Pearson’s product moment correlation coefficient was used to examine the correlation
between the two variables: dependent variable (overall employee motivation) and the
independent variable (four motivational dimensions). The strength of these correlations is
determined by the value of the correlation coefficient depicted as “r”, the closer to zero, the
greater the evidence to suggest that the two variables are not correlated. The closer it is to +1,
the more evidence that indicates a positive correlation between the two variables and the closer
it is to -1 suggests a negative correlation. In addition, to the test the hypothesis, the p-value
approach will be utilized. The significance level is represented as the “p” value and it reflects
the strength against the null hypothesis. Any p-value < 0.05 suggests a strong evidence against
the null hypothesis (Ho) and it can therefore be rejected in favour of the alternative hypothesis
(Ha) (Dahiru, 2014).

5.1 Demographic findings

The demographic data of the employee was evaluated using percentage and frequency analysis
and has been fully presented in Table 1 below. Out of the 168 respondents, 39.3% of the
employees taking part in the research were males while 60.7% were females. Most of the
respondents were between the age of 25-34 years (30.9%) followed by those in the ages of 35-
44 years (28.6%). When the educational level of the employee were evaluated, it was found

that 55.9% of the respondents has received a college/university education, 16.1% have attained
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a postgraduate degree, 15.5% have received a high school education and 12.5% of respondents

received other forms of education not stated.

Table 1: Demographic Findings of the respondents.

Group Variable F %
Gender Male 66 39.3
Female 102 60.7
Total 168 100
Age Less than or equal | 35 20.8
to 24
25-34 52 30.9
35-44 48 28.6
45-54 25 14.9
55 and above 8 4.8
Total 168 100
Education High 26 15.5

school/Leaving

certificate

College/University | 94 55.9

graduate

Postgraduate 27 16.1

Others 21 12.5

Total 168 100
Department | Account 16 9.5

Food and 31 18.5

Beverage
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Front office 16 9.5
Housekeeping 46 27.4
Human resource 10 6.0
I.T 13 7.7
Sales and 11 6.5
marketing

Security 14 8.3
Others 11 6.5
Total 168 100

5.2 The findings concerning the research variables

The means and standard deviation of the sixteen (16) motivational variables/factors were

calculated and presented in Table 2 below.

Table 2: Descriptive statistics for the employee motivation

SN Motivational Attributes Descriptive Statistics

M SD

V1 | Appreciation and recognition for work done motivates the | 4.63 | 0.83

employee.

V2 | Amount of payments affect the motivation positively. 473 ]0.63

V3 | Teamwork at the workplace has an impact on the motivation | 4.33 | 0.85

level.
V4 | Fair payment is very crucial for employee motivation. 496 |0.94
V5 | Rewards motivates employee at a higher level. 469 |0.78

V6 | Having an understanding of the importance of my job hasa | 4.43 | 0.85

positive impact on my motivation level.
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V7 | Having a favourable working time has an impact on | 4.98 | 0.96
employee motivation.

V8 | Junior staffs should have the opportunity to discuss with the | 4.08 | 0.99
senior staff at any time in any matter.

V9 | Success of the employee should be appreciated at all time. | 4.43 | 0.84

V10 | Employee like to be given responsibility. 3.29 |0.87

V11 | The management approach to leadership in the organization | 4.58 | 0.73
has an influence on employee motivation.

V12 | Participation of employee in decision making process | 4.68 | 1.52
becomes an incentive.

V13 | Determination of promotion based on merit boost | 4.85 |0.43
motivation.

V14 | Employee give importance to moral incentives | 490 | 0.96
(appreciation, respect, etc) as well as physical incentives.

V15 | Employee must be provided with social facilities (housing, | 3.96 | 0.92
transportation, etc) at the highest standard.

V16 | Working is natural like games or entertainment for people. | 2.49 | 0.94

Overall 437 |0.87
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Figure 2: Pie chart showing effect of each motivational variable or factor on employee

motivation.

The motivational attributes of employees were measured on a 5- point Likert scale whereby
the higher the score, the higher the motivational attributes and vice versa. The mean score of
the motivational attributes influencing employee motivation ranged from 2.49 to 4.90. From
the table above, the motivational attributes impacting employees the most is “determination of
promotion based on merit boost motivation”. This is an indication that the hotel employees
agreed that the determination of promotion in the workplace based on merit boost their
motivation levels. Conversely, the motivational attributes that has the least impact on employee

motivation is “working is natural like games or entertainment for people”.

To determine the factors influencing employee motivation, the sixteen (16) motivational
attributes underwent factor analysis to identify the underlying factors using principal
component analysis with orthogonal VARIMAX rotation. The extraction of the factors and the
variables was based on the factor loadings and eigen value of the variables. Factors that has an
eigen value larger than one and motivational attributes with loading > 0.50 were the only one
considered. During the factor analysis, four factors were extracted, and this can be further

illustrated in Table 3 below.
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Table 3: Factor and reliability analysis of the motivational attributes

Motivational attributes Factor Loads

Factor 1 Factor 2 Factor 3 Factor 4

Amount of payment 0.672
effects the motivation

positively.

The management 0.665
approach to leadership
in the organization has
an influence on

employee motivation.

Appreciation and 0.763
recognition for work
done motivates the

employee.

Having a favourable 0.590
working time has an
impact on employee

motivation.

Determination of 0.679
promotion based on

merit boost motivation.

Employee must be 0.579
provided with social
facilities (housing,
transportation, etc) at
the highest standard.
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Fair payment is very
crucial for employee

motivation.

0.601

Having an
understanding of the
importance of my job
has a positive impact on

my motivation level.

0.738

Employee give
importance to moral
incentives
(appreciation, respect,
etc) as well as physical

incentives

0.685

Participation of
employee in decision
making process

becomes an incentive

0.730

Employee like to be

given responsibility.

0.587

Junior staffs should

have the opportunity to
discuss with the senior
staff at any time in any

matter.

0.710

Success of the
employee should be

appreciated at all time.

0.638
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Rewards motivates 0.821
employee at a higher

level.

Teamwork at the 0.689
workplace has an
impact on the

motivation level.

Working is natural like 0.404
games or entertainment

for people.

Eigen Value 4.418 3.428 3.117 2.882
% of variance 25.987 18.440 18.390 15.090
Cronbach Alpha 0.874 0.730 0.701 0.631
Number of motivational | 7 3 4 2
attributes.

The Cronbach alpha (reliability test) was done to determine the reliability and internal
consistency of each factor. The result of this analysis showed that the coefficient of the factors
extracted ranges from 0.631 to 0.874 which is above the 0.60 minimum value considered
acceptable as an indication of scale consistency and reliability. The value is an indication of
internal consistency of the factors. Four different motivational factors as identified by
VARIMAX to be reliable and consistent and with an eigen value greater than one are discussed

below.
5.2.1 Factor 1: Social opportunities

The social incentives consist of seven motivational attributes representing 25.987% of the
variance with an eigen value of 4.418 and an alpha coefficient of 0.874. The factors included
in the social incentives are “amount of payment effects the motivation positively”, “the
management approach to leadership in the organization has an influence on employee

9% ¢

motivation”, “appreciation and recognition for work done motivates the employee”, “having a
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favourable working time has an impact on employee motivation”, “determination of promotion
based on merit boost motivation”, “employee must be provided with social facilities (housing,
transportation, etc) at the highest standard” and “fair payment is very crucial for employee

motivation”.
5.2.2 Factor 2: Immaterial incentives

The immaterial incentives consist of three motivational attributes representing 18.440% of the
variance with an eigen value of 3.428 and an alpha coefficient of 0.730. The factors included
in the immaterial incentives are “having an understanding of the importance of my job has a
positive impact on my motivation level”, “employee give importance to moral incentives
(appreciation, respect, etc) as well as physical incentives” and “participation of employee in

decision making process becomes an incentive”
5.2.3 Factor 3: Responsibility and being appreciated

The factor 3 consist of four motivational attributes representing 18.390% of the variance with
an eigen value of 3.117 and an alpha coefficient of 0.701. The factors includes the following

99 Cey

motivational attributes “employee like to be given responsibility”, “junior staffs should have
the opportunity to discuss with the senior staff at any time in any matter”, “success of the
employee should be appreciated at all time” and “rewards motivates employee at a higher

level”.
5.2.4 Factor 4: Teamwork

The factor 4 consist of two motivational attributes representing 15.090% of the variance with
an eigen value of 2.882 and an alpha coefficient of 0.631. The factors include the following
motivational attributes “teamwork at the workplace has an impact on the motivation level” and

“working is natural like games or entertainment for people”.

The result of the factor analysis discussed above is similar to the work by Oswald, (2018) and
Kingir & Mesci, (2010) with the only difference being that this research has four motivational
attributes in factor 3 and two motivational attributes in factor 2 while both of the research above

has three motivational attributes in both factor 3 and 4 respectively.

Using the Pearson’s product moment correlation coefficient and regression analysis, the four
orthogonal factors (social opportunities, immaterial incentives, responsibility and being

appreciated and teamwork) were used to examine the relationship between the dependent
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variable (overall employee motivation) and the independent variable (four motivational
dimension). The findings of the correlation analysis are shown below in Table 4.

Table 4: Correlation analysis result of the motivational elements and the overall employee

motivation.

Motivational dimensions Overall employee motivation
Correlation coefficient | Significance (p-value)
(n

Social opportunities 0.522 <.0001"

Immaterial incentives 0.566 <.0001"

Responsibility and being appreciated | 0.763 <.0001"

Teamwork 0.526 <.0001"

From the data in Table 4 above, four variables namely, “responsibility and being appreciated”
followed by “immaterial incentives”, “teamwork’ and “social opportunities” have a significant
influence (p<0.05) on the motivation of employee. “Responsibility and being appreciated”
(r=0.763) is the factor with most significant positive impact on employee motivation. This is

followed by “immaterial incentives” (r=0.566) and “teamwork” (r=0.526).

The correlation analysis in Table 4 above present a correlation coefficient value of r=0.522 for
the motivational dimension social opportunities. This shows a positive correlation between
both variables. Also, the significant value (p-value) is p<.0001. This is <0.05 for “p” and so
the null hypothesis (Ho) is rejected in favour of the alternative hypothesis (Ha).

The correlation analysis shows a correlation coefficient value of r=0.566 for the motivational
dimension immaterial incentives and this shows a positive correlation between both variables.
In addition, the significant value (p-value) is p<.0001. This is <0.05 for “p” and so the null

hypothesis (Ho) is rejected in favour of the alternative hypothesis (Hz).

The correlation analysis shows a correlation coefficient value of r=0.763 for the motivational

dimension responsibility and being appreciated and this shows a positive correlation between
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both variables. In addition, the significance value (p-value) is p<.0001. This is <0.05 for “p”
and so the null hypothesis (Ho) is rejected in favour of the alternative hypothesis (Ha).

The correlation analysis shows a correlation coefficient value of r=0.526 for the motivational
dimension teamwork and this shows a positive correlation between both variables. In addition,
the significance value (p-value) is p<.0001. This is <0.05 for “p” and so the null hypothesis

(Ho) is rejected in favour of the alternative hypothesis (Ha).

A complete regression analysis was done for the dependent variable (overall employee
motivation). The analysis regressed the four motivational elements/dimensions against the

employee motivation. Table 5 below shows the regression analysis.

Table 5: The regression analysis result of the motivational elements and overall employee

motivation.
Motivational element (independent Overall employee motivation
variables) t-value p-value (p)
Social opportunities 7.962 0.0001*
Immaterial incentives 8.854 0.0001"
Responsibility and being appreciated | 15.200 0.0001"
Teamwork 7.887 0.0001"

The result of the regression analysis given above shows that all the four motivational
dimensions/elements; social opportunities (p<0.0001), immaterial incentives (p<0.0001),
responsibility and being appreciated (p<0.0001) and teamwork (p<0.0001) have a significant
positive impact (p<0.05) on the motivation of employee in Ireland’s hotel industry. The t-
values in the table above shows the relative impact of each motivational element/dimension on
employee motivation. The motivational dimension “responsibility and being appreciated”
(t=15.200) was chosen by the hotel employee as having the highest positive impact on their

motivation, followed by “immaterial incentives” (t=8.854) and “social opportunities”
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(t=7.962). The motivational dimension “teamwork” (t=7.887) have the least impact on

employee motivation.

5.3 Other motivational factors that influence employee motivation in Irish Hotel
Industry.

The respondents were asked to mention/state other work condition factors that has a significant
impact on their motivation level. The pie chart below is a representation of their responses.
From figure 2 below, 8.20% of the respondents are of the opinion that effective company
policies on employee reward have a significant impact on their motivation levels, 18.50% of
the respondents recognized the importance of having opportunities for career advancement as
a factor that highly influence their motivation levels. 11% of the respondents believes that
periodic training of employee which ensures and enhance career growth is a key motivator,
11.90% of the respondents recognized the significance employee empowerment as a motivator,
15.10% of the respondents believe that job security influence their motivation and 35.30% of
the respondents said that increased pay (monetary incentive) has a significant influence on their

motivation.

Company
policy
A e

Job Security
15%

Opportunties for
career development

19%

Figure 3. Pie chart showing results of other motivational factors influencing hotel employee.
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5.4 Comparison of the influence of each motivational dimension on employee motivation.

The Figure 3 below shows in percentage the degree to which each of the motivational
dimension influence the motivation of Irish hotel employee. Factor 1 “social opportunities” has
a percentage of 22%, factor 2 “immaterial incentives” has a percentage of 23%, factor 3
“responsibility and being appreciated” has a percentage of 32% and factor 4 “teamwork” has a
percentage of 23%. This shows that the factor 4 has the highest influence on employee
motivation while factor 1 has the least influence.

Factor 1
22%

Figure 4: Pie chart showing the comparison of the influence of each motivational dimension

on employee motivation.

5.5 Findings on the influence of each motivational dimension on the motivational level of

the male and female employee.

The impact that each of the four motivational dimension has on the male and female gender
was evaluated to determine if both genders has different views about what motivates them. The
pie charts also revealed the motivational dimension that has the most significant influence on

the motivation of the male and female employee. The pie charts below represent the outcome
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of the analysis. In figure 5 below, teamwork has a more significant influence on the motivation

of the female employee.

TEAMWORK

Figure 5: Pie chart showing the influence of teamwork on the motivational level of the male

and female gender.

The Figure 6 below shows the influence that the motivational dimension “social incentives”
has on the motivational level of both genders. This is an indication that this dimension impact

most on the female employees.
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SOCIAL INCENTIVES

Figure 6: Pie chart showing the influence of social incentives on the motivational level of the
male and female gender.

The figure below shows the influence that the motivational dimension/element “responsibility
and being appreciated” has on the motivational level of both genders. It shows that this

motivational dimension has more influence on the female employees.

RESPONSIBILITY

Figure 7: Pie chart showing the influence of responsibility and being appreciated on the

motivational level of the male and female gender.
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Figure 8 below shows the influence of the motivational dimension “social opportunities” on
the motivation of the male and female employees, respectively. The pie chart revealed that
social opportunities has more influence on the female employees.

SOCIAL OPPORTUNITIES

Figure 8: Pie chart showing the influence of social opportunities on the motivational level of

the male and female gender.

The four pie charts above show the impact of each motivational dimension on the motivation
of both genders. The results show that all four dimensions influences the female employees
more that the male employees. This could be due to the fact that over 60% of the respondents
in this research are females. However, the information from the four pie charts above shows
that the motivational dimension chosen by the female gender to have the highest influence on
their motivational level is “teamwork” with 64% while the motivational dimension chosen by
the male gender to have the highest influence on their motivational level is “social
opportunities” with 41%. This clearly shows that both genders have different views about what

motivates them the most.
5.6 Summary of chapter

This chapter of the dissertation presented the findings and analysis from the research
conducted. The null hypothesis was also tested in this chapter. The findings revealed that
responsibility and being appreciated, immaterial incentives, social opportunities, and teamwork

have a significant impact (p<0.05) on employee motivation with responsibility and being
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appreciated having a higher impact on employee motivation more than the other motivational

dimensions.

When the null hypothesis was tested, the significance value (p-value) of all the independent
variables (motivational dimensions/elements) was less than or equal 0.05 (<0.05) and so all the
null hypotheses were rejected in favour of the alternative hypothesis. The findings and analysis
in this chapter has satisfied the goals of this research. The study also revealed that company
policy, job training, job security, employee empowerment, opportunities for career
development and increased pay (monetary incentives) are further factors that have a positive
influence on the Irish hotel employee motivation. Another significant finding revealed here is
that “teamwork™ is the motivational dimension that influences the motivation of female

employee the most while “social opportunity” has the highest influence on male employees.
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CHAPTER SIX
DISCUSSION AND CONCLUSION

In this chapter, a discussion of the findings of this research will be discussed and linked back
to the literature. The results will be compared to existing literature and also contrasted to
already existing literature in the issue of employee motivation in the hotel industry. This
chapter will also present the practical implication of this research, the research limitations of
this study as well as recommendations for future research and then the conclusion. The
objective of this study is to determine the factors that influence the motivation of employee in

Ireland’s hotel industry.

This research was based on the motivational model developed by Kingir & Mesci, (2010) on
the issue of employee motivation in the hotel industry. In their research, they developed 16
motivational attributes used in identifying the factors that influences hotel employee
motivation during their study on hotels in Bodrum. They classified these attributes into four
broad motivational dimensions which are social opportunities, teamwork, responsibility and
being appreciated and immaterial incentives. The findings from their research pointed out that
“responsibility and being appreciated” followed by “immaterial incentives” and “teamwork”
are the factors that has a significant impact on employee motivation with “responsibility and
being appreciated” having a higher impact on the overall motivation of employees. Several
other studies have used this same model to determine the factors that influence employee
motivation in other countries. This research sought to determine the factors that influence
employee motivation in the Irish hotel industry using same motivational model developed by
Kingir & Mesci, (2010).

In order to satisfy the research objective, the researcher gathered data from employees of luxury
hotels in County Kilkenny through an online survey and the data analysis was done using the
statistical package for social science (SPSS) 23 software. The findings from this research
showed that the four motivational dimensions namely; social opportunities (r= 0.522, p<0.05
and t= 7.962), immaterial incentives (r= 0.566, p<0.05 and t=8.854), responsibility and being
appreciated (r= 0.763, p<0.05 and t=15.200) and teamwork (r= 0.526, p<0.05 and t=7.887)
influence the Irish hotel employee motivation with “responsibility and being appreciated”
having the highest positive impact on the motivation while “teamwork” has the least impact on

motivation. These finding deviates from the study done by Oswald, (2018) and Kingir & Mesci,
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(2010) in that both studies identified three dimensions namely; “responsibility and being
appreciated” followed by “immaterial incentives” and “teamwork™ as the factors that
significantly impacted on employee motivation while “social opportunities” does not have a
significant impact. In contrast, this research identified all four motivational dimensions as
having a significant impact on employee motivation. The reason for this deviation could be as
a result of the difference in the sample populations used in the various studies or perhaps the
organisational structure differences whereby social opportunities has a higher
relevance/importance. The result, however, corroborates the findings of Cheng & Brown,
(1998) study on hotel employee in Singapore and Wong, et al., (1999) study on hotel employees
in Hong Kong. Looking at the seven motivational attributes under “social opportunity” implies
that Irish hotel employees recognize a work environment which can provide them with other
social incentives such as having a favourable work schedule, management leadership style,
promotion based on employee performance, recognition for their efforts towards organizational
growth, and provision of social facilities as important motivational tools. This argument agrees
with Bakotic & Babic, (2013) who stated that employees are dissatisfied when they are working
under difficult social conditions. Furthermore, findings from the factor analysis of this study
also slightly deviates from the previous study. This research has four motivational attributes in
factor 3 and two motivational attributes in factor 2 while previous research has three
motivational attributes in both factor 3 and 4 respectively. This deviation could be as a result
of the difference in the software version used in the different studies or maybe this study

highlights some changes in employee requirements.

Additionally, the research showed that both genders have different views about what
motivational dimension influence them the most. “Teamwork” was chosen by the female
employees to have the most significant influence on their motivation level while the male
employees has a different opinion as they picked “social opportunities” to be the dimension
with the most significant influence on their motivation level. This could be that females are
more inclined towards and interested in cooperation and the team dynamic than males. Several
studies in the past have stated that women place a high value on communication and
collaboration at the workplace. (Thomson, 2013). The demographic details of this study have
shown that the housekeeping and the food & beverage department has the highest number of
respondents. Housekeeping and food & beverage departments are arguably the busiest
department in a hotel because they provide service at all hours and are typically

overrepresented by females. The researcher therefore argues that effective teamwork is of the
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utmost importance in these departments because it is a means through which each employee
would have the opportunity to share with their colleagues the workloads and demands as well
as learn how to expertly perform their duties. Working as a team for the female employees here
means accomplishing daily job task such as cleaning of guests room to the required standard,
the preparation and serving of meals to customers etc together. This simply means that they
start and finish their daily shift together without anyone being left behind. This requires
effective teamwork and collaboration. Teamwork for the female employees working in this
departments is an important motivational tool because it improves their productivity without
any extra pressures or costs. The male employees are more influenced by the motivational
dimension “social opportunities”. This finding corroborates the study of Peterson, (2005)
whose study pointed out that men have more regard for money, recognition, pay, status and

benefits more than the women does.

This research also seeks to find other motivational factors that have a significant impact on
employee motivation excluding the ones listed in the questionnaire. The employee believes
that having an effective company policy on employee rewards in the hotel is a motivator.
Company policies can undoubtedly have varying influence on employee motivation in different
ways. Implementation of an effective reward system has been shown to be an important
management tool that contributes to organizational efficiency in the service industry by
influencing individual behaviour and motivating employees. In addition, a clearly defined
efficient reward system is one of the strongest motivators in the service industry (Lawler &
Cohern, 2010). Khalid, et al., (2011) agreed that the relationship between employee motivation
and an effective reward system is strategically important to the success of an organization.
Thus, the hotel management should develop a working reward system as it is a source of
motivation for its employees. 19% of the respondents also recognized the importance of having
opportunities for career development as a motivator. The literature provides a positive
relationship between career development and employee motivation in the hotel industry. Career
progression entails a clearly defined path of advancement through an organization’s rank. This
is based on merit without any regard for gender, age, colour or ethnicity. Employees become
motivated when they realize that they all have equal of chance of progressing in their chosen
career. Smit et al., (2007) pointed out that the prospect of career progression may in itself be a
motivating factor for employees. In addition, Abbah, (2014) study identified career
development opportunities as a motivation factor for employees. Foreign nationals are a

significant part of the workforce in the Irish hotel industry, therefore, it is the duty of the hotel
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management team to have a clearly defined path for career progression in their workplace that
is based on merit. This would engender motivation in the workplace. Furthermore, 11% of the
respondents are of the opinion that periodic training of employees is an important motivator.
Training programs designed to improve the abilities, behaviour and skillset of personnel in an
organization to effectively execute their jobs. Training programs are activities that boost
employee development. It enhances and expands their skillset in order to survive in the
competitive hospitality industry. Previous studies have also provided evidence that training is
a key factor in employee motivation (Hammond & Churchill, 2018). These finding supports
the Maslow need hierarchy theory assumptions which says that if the needs of the employees
are met, their motivation will be impacted positively. Amongst these needs are the growth need
which can be achieved through job training. Job security, according to 15% of the respondents
is a factor that influence employee motivation. According to Yamamoto, (2013) If employee
know that they will be rewarded for a job well done and that their job is secured, their
motivation level is increased which will in turn lead to a better performance from them.
Similarly, study by Zhang & Wu, (2014) revealed that job security is a factor that makes an
employee to be confident about their future career. Having a secured future career has a
significant impact on employee motivation and this will make them put their efforts into
achieving organizational goals and objectives. Therefore, it can be argued that job security is
an important motivational tool for Irish hotel employee because it puts them off from the mental
tension. When an employee perceived future or job security is threatened, he/she is most likey
to be dissatisfied and vice-versa (Sekhar, et al., 2013). 35% of the respondent believes that
having an increment in their pay (monetary incentives) has an influence in their motivation.
This is not a surprising outcome because of the importance that money has on people’s
motivation at the workplace. Monetary incentives serves as a catalyst for greater action and
encourages passion and enthusiasm towards work. Due to the laborious nature of the hotel job,
increment in employees pay can help build a positive workplace environment and maintain
their interest in the job. However, having money as a major motivational factor in a hotel will

stifle the creativity and approach of employees towards their designated tasks (Aksu, 2005).

Finally, the findings show that employee empowerment influences hotel employees in Ireland.
The influence of employee empowerment on motivation has been investigated in previous
research. Caniel, et al., (2017) study revealed that employee empowerment is a significant
factor that influences hotel staff motivation. Employee empowerment is advantageous to the

hotel industry as it gives the employee a sense of belonging. As a matter of fact, it creates a
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win-win relationship between the employees and their employers which is considered to be the
ideal workplace environment for the employees and the employers (hotels). In such workplace
environment where employees are empowered, they execute their tasks with enthusiasm and a

sense of belonging (Yazdani, et al., 2011).
6.1 Implication of research

The key objective of this study is to determine the factors that influence the motivation of
employees in Ireland’s hotel industry using luxury hotels in County Kilkenny as case study.
The findings from this piece of work have important implications for future practice. The
evidence from this research showed that “responsibility and being appreciated”, followed by
“immaterial incentives”, ‘“social opportunities” and ‘“teamwork” are motivational
factors/dimension that significantly influence (p<0.05) employee motivation in Irish hotel
industry with “responsibility and being appreciated” emerging as the factors that has the highest
influence on employee motivation. The researcher is suggesting that hotel management in
Ireland should evaluate the needs of their employee in order to provide the right the
motivational tools for them. They should also explore the idea of self-motivation as it would
encourage employees to be more engaged at the workplace which is good for business because
goals are often met or surpassed when employees are more engaged at work (Mahenthiran,
2012). Furthermore, hotel management should consider empowering their employees to assist

their managers in achieving organizational goals and objectives.
6.2 Limitation of research

A number of limitations was observed by the researcher during the course of the study. The
first is that the result of the study is based on a relatively small sample gotten from a geographic
area (County Kilkenny) over short period of time. Also, the research measured employee
motivation using a model limited to only 16 motivational attributes. While these motivational
attributes have been used in previous research and their validity tested, there may be other
important attributes which are likely to have an impact on employee motivation. Additionally,

the research design used for this research is a quantitative method.
6.3 Recommendation for future research

This research has several limitations which gives room for future research. For example, the

respondents for this study were from hotels only in County Kilkenny. Future studies could
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extend it to more counties in the country and the respective results compared. Additionally, the
motivational model used for the research covered only 16 motivational attributes; hence future
studies should explore other motivational attributes. Future studies on this topic can use both

the qualitative and quantitative methods as well.
6.4 Conclusion

This study was carried out to determine the factors that influence the motivation of employees
in the Irish hotel industry. The issue of employee motivation in the Irish hotel industry appears
to be an understudied topic from a peer reviewed and industry perspective based on the
researcher’s extensive research. Therefore the findings in this piece of work can be

incorporated by hotel management into the structures and processes for the running of the hotel.

The research revealed that “responsibility and being appreciated” influence hotel employee
motivation in Ireland. This motivational dimension also has the most significant influence of
the Irish hotel employee. It is the duty of the hotel management to appreciate their employee
regularly as this has a significant influence on their motivation. Thus, it is important for the
hotel management to understand the motivational factors here and incorporate them into their
organization. It is important that hotel employees are appreciated because it will make them
more motivated and thus lead to increased job performance. The demographic findings in this
research showed that over 50% of the employees are at their early and middle career stage and
research has shown that people at this stage of their career are in need of more appreciation

from their boss or manager. (Sekhar, et al., 2013).

Furthermore, findings showed that “immaterial incentives” is the second most significant
motivational dimension that influence employee motivation in the Irish hotel industry. This is
an indication of the importance of incentives other than monetary incentives on employee
motivation. The effect of non-monetary incentives on the motivational level of employee has
been empirically proven in the literature. Zaman, et al., (2012) study on the relationship
between rewards and employee motivation stated that non-monetary incentives such as
employee autonomy, effort optimisation, elements from the work environment such as
providing feedback, asking employee for their ideas, etc should be provided by the hotel
management in order to increase employee motivation levels. Hayati & Caniago, (2011) study
showed a positive relationship between non-monetary incentives such as praise and

recognition, learning opportunities, etc and employee motivation. These non-monetary
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incentives are probably highly valued due to the opportunity it provides in terms of employee
job skill development which in the future could be converted into promotions and higher
monetary rewards. This shows that non-monetary incentives are powerful motivators (Alam,
et al.,, 2013). It is the duty of the hotel managers to make these other incentives such as
employee autonomy, providing feedback, asking for employees ideas or input, moral support,
etc at the workplace as researches has proven that they have a significant influence on

motivation level.

In addition, the findings from this research showed that “teamwork” has a significant influence
on the motivation levels of the Irish hotel employee. Teamwork in the workplace plays an
important role in employee motivation level. It encourages knowledge sharing amongst
employees (Vaskova, 2007). The core importance of teamwork amongst the Irish hotel
employees can be better seen by the minimizing of employee workload, this would enhance
productivity without work pressure of any kind because the task division is equally distributed
amongst all members of the team. This result agrees with the Maslow’s need hierarchy theory
which state that employee have multiple needs that if satisfied will increase their motivation
levels. The social relationships that are forged through communication among employee at the
hotel and teamwork culture are amongst these needs. Therefore, it is the duty of the hotel
managers to encourage their staff to work as part of a team in accomplishing tasks.
Additionally, emphasis should be made on the importance of teamwork as a means of boosting
motivation levels of employees. This will increase performance levels and enhance creativity.
The research also revealed that “social opportunities” significantly influence hotel employee
motivation in Ireland. Hotel employees are part of a social group and they have an acute need
for their inputs to be worthwhile and acknowledged (Harvey, 2013). The Irish hotel
management need to look beyond the traditional economic incentives of salaries and career
opportunities to other lifestyle and social factors outside the organization’s business
environment. Provision of social opportunities for employees can lead employees towards the
achievement of their goals in the organization. Therefore, for Irish hotels to achieve its goals
and objective, they have to help boost their employee motivation levels by the provision of
social opportunities and events such as a Christmas party, Summer BBQ partly or wholly paid
for by Management, social funds, an annual trip to a leading hotel or restaurant for example.
Furthermore, the research revealed other factors that have a significant influence on the Irish
hotel employee. These other factors are company policy, opportunities for career development,

training, job security, increased pay (monetary incentive) and employee empowerment.
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Finally, findings from this study showed that the male and female employee have different
views about what motivates them. The female employee recognized “teamwork” as the highest
motivating factor while the male employee believes that “social opportunities™ has the highest
influence on their motivation. This is an indication that the hotel employees are motivated by
different needs which are dependent on several factors and varies by individual situation. It is
therefore the duty of the hotel managers or management team to understand their employees’
various needs and tailor the motivational models in the hotel to suit these different needs. For
example, the managers heading departments such as the housekeeping and food & beverage
departments should encourage “teamwork™ in particular amongst their employee because of

the influence it has on their motivation level.
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Appendices
Appendix A

The tables below illustrate the correlation and regression analysis of the motivational

dimensions/element and the overall employee motivation.

Table 1. Correlation result of the motivational dimension “teamwork”™ and its overall impact

on employee motivation.

Overall
employee
motivation Teamwork
Overall employee motivation Pearson Correlation 1 .526™
Sig. (2-tailed) .000
N 168 168
Teamwork Pearson Correlation .526™ 1
Sig. (2-tailed) .000
N 168 168

Table 2. Correlation result of the motivational dimension “responsibility and being

appreciated” and its overall impact on employee motivation.

61

Overall Responsibility
employee and being
motivation appreciated

Overall employee motivation Pearson Correlation 1 763"
Sig. (2-tailed) .000




N 168 168
Responsibility and being Pearson Correlation 763" 1
appreciated

Sig. (2-tailed) .000

N 168 168

Table 3. Correlation result of the motivational dimension “social opportunities” and its overall

impact on employee motivation.

Overall
employee Social
motivation opportunities
Overall employee motivation Pearson Correlation 1 .522™
Sig. (2-tailed) .000
N 168 168
Social opportunities Pearson Correlation 522" 1
Sig. (2-tailed) .000
N 168 168

Table 4. Correlation result of the motivational dimension “immaterial incentives” and its

overall impact on employee motivation.
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Overall
employee Immaterial
motivation incentives
Overall employee motivation Pearson Correlation 1 .566™
Sig. (2-tailed) .000
N 168 168
Immaterial incentives Pearson Correlation .566" 1
Sig. (2-tailed) .000




168

168

Table 5. Regression analysis result of the motivational dimension/element “social

opportunities” and its impact on overall employee motivation.

Unstandardized Coefficients

Standardized

Coefficients

Model B Std. Error Beta t Sig.
1 (Constant) 2.843 .233 12.182 .000
Social opportunities 439 .056 .522 7.962 .000

Table 6. Regression analysis result of the motivational dimension/element “immaterial

incentives” and its impact on overall employee motivation.

Unstandardized Coefficients

Standardized

Coefficients

Model B Std. Error Beta t Sig.
1 (Constant) 2.142 .286 7.488 .000
Immaterial incentives .561 .063 .566 8.854 .000

Table 7. Regression analysis result of the motivational dimension/element “responsibility and

being appreciated” and its impact on overall employee motivation.

Standardized

Unstandardized Coefficients

Coefficients

Model B Std. Error Beta T Sig.
1 (Constant) .783 .257 3.051 .003
Responsibility and being
) .819 .054 .763 15.200 .000
appreciated

Table 8. Regression analysis result of the motivational dimension/element “teamwork” and its

impact on overall employee motivation.
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Standardized
Unstandardized Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 2.393 .286 8.353 .000
Teamwork .516 .065 .526 7.887 .000

Appendix B
Introductory letter to respondents

Dear Recipient

My name is Nwabueze lkedi Celestine and this online survey is part of my Master's
degree in Entrepreneurship at the National College of Ireland, Dublin. The survey is
designed to determine the factors that motivate hotel employee in Ireland with focus
on luxury hotels in County Kilkenny.

The survey will take approximately five minutes to complete. Your participation is
completely anonymous, voluntary and confidential. You can pull out of the process at
anytime you wish to do so. No personal data will be collected and the information
provided will be used only for the purpose of this study and will not be passed onto
any third party.

Please note that this research has obtained the required ethical approval from the
college ethic committee.

If you have any further questions, please do not hesitate to contact me using the
details below
x19106748@student.ncirl.ie

Thanks for your time and consideration.
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Demographic
Detall

What is your age?

O less than or equal to 24
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B
00 0O 0O00O0O0O0O0

Educational qualification

O O OO0

High school/leaving certificate
College/University graduate
Postgraduate

Others

Department

Account

Food and beverage
Front office
Housekeeping
Human resources
[.T

Sales and marketing
Security

Others
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(1) Appreciation and recognition for
work done motivates the employee. *

O Strongly disagree

O Strongly Agree

(2) Amount of payment affects the
motivation positively *

O Strongly disagree

O Strongly Agree /
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(3) Teamwork at the workplace has an
impact on the motivation level *

Strongly disagree
Disagree
Neutral

Agree

O O O OO0

Strongly agree

(4) Fair payment is very crucial for
employee motivation *

O Strongly disagree
Disagree
Neutral

Agree

() L QO

Strongly Agree /
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(5) Rewards motivates employee at a
higher level. *

O Strongly disagree

O Strongly agree

(6) Having an understanding of the
importance of my job has a positive
impact on my motivation level. *

O Strongly disagree

O Strongly Agree /
I
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(7) Having a favourable working time
has an impact on employee
motivation. *

Strongly disagree
Disagree

Neutral

Agree

Strongly Agree

OO OO0O0

(8) Junior staffs should have the
opportunity to discuss with the
senior staff at any time in any matter.

*

Strongly disagree
Disagree
Neutral

Agree V4

Strongly Agree

D Q0O 0 0O
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(9) Success of the employee should
be appreciated at all time. *

O Strongly disagree

O Strongly agree

(10) Employee like to be given
responsibility *

O Strongly disagree

O Strongly Agree
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(11) The management approach to
leadership in the organization has an
influence on employee motivation. *

O Strongly disagree
Disagree
Neutral

Agree

O O OO

Strongly agree

(12) Participation of employee in
decision making process becomes an
incentive. *

Strongly disagree
Disagree
Neutral

Agree /

Strongly agree

OO OO0O0
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(13) Determination of promotion
according to merit boost motivation.

*

Strongly disagree
Disagree
Neutral

Agree

() O O

Strongly agree

(14) Employee give importance to
moral incentives (appreciation,
respect, etc.) as well as physical
incentives. *

O Strongly disagree

O Strongly agree
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(15) Employee must be provided with
social facilities (housing,
transportation, etc.) at the highest
standard. *

O Strongly disagree

O Strongly Agree

(16) Working is natural like games or
entertainment for people. *

O Strongly disagree

O Strongly Agree
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Other motivational factors

State other motivational factors that influence
your motivation level.

What other factors influence your

motivation apart from the one's listed
in section B above?

Your answer
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